This study investigates linear and nonlinear effects of job tenure on organizational performance and explores how administrators' job tenure can moderate the relationship between three key managerial strategiesinnovative management, participatory management, and external managementand performance. Using archival performance indicators available from the Centers for Medicare and Medicaid Services in combination with a recent survey of nursing home administrators, we find that job tenure has a linear and nonlinear relationship with two different performance dimensions, respectively. Also, more experienced managers are better able to manage external environments and share power internally to achieve better outcomes.
Introduction
Work experience is expected to affect employees' skills and knowledge, influence their behavior, and enhance individual and organizational performance. Often used as a predictor or a proxy for employees' capacity, work experience plays a crucial role in decisions related to hiring, firing, compensation, and promotion (Dragoni et al. 2009; Dokko et al. 2009; McEnrue 1988) . Prior theoretical and empirical research on work experience reveals its breadth and complexity, identifying its numerous dimensions (Tesluk & Jacobs 1998) . With the significance of one of its many dimensionsjob tenurewell established, research proceeded to explore its complex interactions and moderating effects with organizational context, the environment, and other individual characteristics. While past studies examined interactions of job tenure with numerous factors, research on how, specifically, managerial job tenure enhances the impact of management strategies on organizational performance is limited. To address this gap, our study investigates both linear and nonlinear effects of managers' job tenure on organizational performance and explores how job tenure augments the effect of three key management strategiesinnovative management, participatory management, and external managementon performance.
This study examines public, for-profit and nonprofit U.S. nursing homes that receive federal government funds. The topic of managerial longevity has received considerable attention in this field. High levels of administrative turnover, shown to be detrimental to its performance, characterize the nursing home industry, making it an ideal case for assessing the impact of managerial experience (Geletta & Sparks 2013; Lerner et al. 2014) . Our theoretical framework on the effect of managers' job tenure and management strategies on performance is informed by public administration, business management, strategic management, psychology, and the health care literature. In our analysis, we use a set of reliable performance indicators available from the Centers for Medicare and Medicaid Services performance appraisal system in combination with a recent survey of nursing home administrators' managerial strategies.
We find that managers' job tenure has a linear and potential nonlinear relationship with two different dimensions of nursing home performance measures. In addition, more experienced managers are better able to manage external environments and share power internally to improve organizational outcomes. In contrast, the effect of an innovative management style on performance is not influenced by managers' job tenure. By shedding light on job tenure, this study contributes to our understanding of the complex pathways through which good management can enhance organizational outcomes.
Managerial Tenure and Performance
The broader domain of temporal features of employment includes work experience; 1 succession and turnover; 2 individual age and longevity; 3 career path, life-cycle and seniority; 4 and other factors. Chief among them is work experience, encompassing life events occurring in and 1 See Allen and Panian (1982) , Ammons and Bosse (2005) , Bedeian, Ferris and Kachar (1992) , Boardman et al. (2010) , Dokko et al. (2009), Fizel and D'Itri (1997) , Marato and Rodgers (1984) , McEnrue (1988) , Nass (1994) , Ng and Feldman (2009) ; Quinones et al. (1995) ; Rollag (2004) , Sturman (2003) , Tesluk and Jacobs (1998) . 2 See Fizel and D'Itri (1997) , Haveman (1993) , Hill (2005) , Mondak (1995) . 3 See Allen and Panian (1982) , Bedeian, Ferris and Kachar (1992) , Schwoerer and May (1996) , Sturman (2003) . 4 See Miller and Shamsie (2001) , Thurmond (2010). theories and behaviorsto respond to the uncertainty (March & Simon 1994; Nass 1994) .
Experience influences performance through the acquisition of knowledge and skills: by enhancing competency, which in turn improves individual and organizational performance (Dokko et al. 2009; Hambrick & Mason 1984; Nass 1994; Quinones et al. 1995) . Experienced managers internalize the occupational norms, expectations, and policies; they learn about authority, who to work with, and how to build relationships (Boardman et al. 2010; Dokko et al. 2009; Henderson et al. 2006; Miller & Shamsie 2001; Nass 1994; Sturman 2003) . This knowledge prepares managers for problem-solving and makes them more resilient (Ng & Feldman 2009) . Similarly, Human Capital Theory approaches work experience as on-the-job training that enhances productivity and leads to better compensation (Becker 1975) .
While these arguments suggest a positive relationship between experience and performance, some theories suggest a curvilinear relationship (Eitzen & Yetman 1972; Sturman 2003) . Studies on the stages of CEO careers find that the learning and maintenance stages are followed by the stages of decline and disengagement (Miller & Shamsie 2001; Hambrick & Fukutomi 1991; Stout, Slocum, & Cron 1988) . As March and Simon (1994) note, experience is an imperfect teacher: its lessons can be incomplete and ambiguous. Learned routines can lead to rigidity and complacency which eventually undermine performance (Dokko et al. 2009; Eitzen & Yetman 1972; Hambrick, Geletkanicz, & Fredrickson 1993; Henderson et al. 2006; Miller & Shamsie 2001; Taylor, Audia, & Gupta 1996) . These arguments suggest an inverted U-shaped relationship between tenure and performance.
Empirical studies support these propositions. Some find a positive relationship between tenure and various objective indicators of individual and organizational performance (Finkelstein & Hambrick 1990; Marato & Rodgers 1984; McDaniel et al. 1988; McEnrue 1988; Scully 1994; Taylor & Greve 2006) . Studies investigating the non-linear effects find that late-tenure performance tends to plateau or decrease (Eitzen & Yetman 1972; Hambrick & Fukutomi 1991; Miller & Shamsie 2001; Tesluk & Jacobs 1998; McDaniel et al. 1988). 9 Managers do not operate in a vacuum, and the role of the organizational context and individual attributes and actions may change as managers gain experience (Sturman 2003; Hambrick & Fukutomi 1991; Nass 1994) . Prior research explored how job tenure moderates the influence of employees' race (Bratsberg & Terrell 1998) , gender (Lynn, Cai, & Horn 1996; Bedeian, Ferris, & Kachar 1992) , abilities , job satisfaction (Bedeian, Ferris, & Kachar 1992) , stress levels (Hunter & Thatcher 2007) , within-firm experience (Dokko et al. 2009; Hill 2005) , organizational size (Thurmond 2010) , level of managerial discretion (Finkelstein & Hambrick 1990) , industry stability (Henderson et al. 2006 ), job complexity (McDaniel et al. 1988 , Sturman 2003 , and past performance (Boeker 1997) on organizational outcomes. A notable area of limited research involves the interaction between management strategies and the administrators' job tenure. This study seeks to fill this gap.
Managerial strategies related to internal and external organizational realities are critical in determining organizational outcomes (Andrews, Boyne, & Walker 2006; Boyne 2003; Brewer 2006; Meier & O'Toole 2001; Nicholson-Crotty & O'Toole 2004; O'Toole & Meier 2011; Selden & Sowa 2004) . Organizational managers set goals, design structures, motivate staff, build relationships, and manage performance (Forbes, Hill, & Lynn 2006, p. 255; Kenis 2006; Lynn, Heinrich, & Hill 2000; Rainey & Steinbauer 1999) . Work experience is likely to produce valuable knowledge and skills that can enhance the use of various management 9 A recent study finds a positive relationship between tenure and task-relevant knowledge and skills, but once knowledge and skills are controlled for, the direct effect of tenure on performance in fact becomes negative (Dokko et al. 2009 ). strategies by illuminating their pitfalls, their applicability to different contexts or various contingencies involving their use. Managers with longer tenures may be more likely to be the carriers of organizational cultures and develop a better understanding of and relationships with the internal and external organizational stakeholders (Juenke 2005) . This knowledge may reinforce the impact of various management strategies on organizational outcomes. To conclude, past studies provide ample evidence of job tenure and management being critical sources of organizational improvement. What we do not know is how management strategies and job tenure interact while influencing organizational service quality and outcomes. That is the primary focus our study.
Hypotheses
The current study examines the relationship between job tenure, management and performance. Specifically, we investigate how job tenure moderates the relationship between three key managerial practicesinnovative management, participatory management and external managementand organizational performance. Past studies provide helpful insights on these relationships.
First, managers' experience can be a prominent factor in an organization's propensity for inertia and status quo rather than risk-taking and innovation (Hambrick, Geletkanicz, & Fredrickson 1993; Simsek 2007; Jaskyte 2011) . Managers with longer tenure are likely to pursue less experimentation and informational diversity, and follow more consistent strategies that conform with the industry trends (Finkelstein & Hambrick 1990; Miller & Shamsie 2001) . They are more likely to follow the fixed paradigms that worked in the past and lose touch with the new developments (Henderson et al. 2006; Boeker 1997) . Managers in the earlier stages of their careers, on the other hand, may be more open to gaining new knowledge through new experiences (Hambrick & Fukutomi 1991; Miller & Shamsie 2001) . Thus, shorter tenure may enhance the effect of innovative management on organizational performance as new managers may be more open to fully embrace these innovations and lead the change (having said that, it is also possible that more experienced managers may use their knowledge to selectively and carefully apply innovation for the benefit of organizational outcomes, while the younger managers may seek to improve performance by simply pursuing a broader scope of innovations, some of which may or may not have a desired effect).
Second, longer job tenure might augment the influence of external management strategies on performance. Longer job tenure results in more extensive knowledge of the external environment and stakeholders and may increase the managers' propensity to take advantage of or to buffer external influences (Sturman 2003) . Juenke (2005) finds that managers' tenure interacts with networking behavior, resulting in improved outcomes. In networks, less experienced managers tend to suffer since networking requires understanding the network and its actors and developing trust (Juenke 2005) . These managers are more prone to exploration and more concerned with ways to cope with external changes (Stout, Slocum, & Cron 1988) , and thus, may be less effective at using networks to the organization's advantage.
Third, job tenure can enhance the effect of the internal relationships that administrators develop within organizations. While this area is less explored, job involvement does increase with longer job tenure (Wagner et al. 1987 ). This can enhance managers' embeddedness, reliance on and use of organizational resources, including human capital.
All of these arguments suggest that the impact of three management strategiesparticipatory style of management, management of external influences, and use of innovationon performance may be different at various levels of job tenure.
Turning to the context of this research, we study the effects of top administrators' job tenure on organizational performance in U.S. nursing homes which provide room, meals and care for individuals with severe chronic care needs. 10 Nursing home administrators are licensed professional managers who oversee clinical, financial, administrative, personnel and other aspects of nursing home operations (Geletta & Sparks 2013) . Among their top priorities are health care quality, financial performance and regulatory compliance: all equally important for a facility's wellbeing. Similar to the broader public management literature, the concept of work experience has received attention in the nursing home care literature providing additional insights on the relationships examined in this paper. 11, 12 Focusing on the experience of top nursing home administrators, numerous studies explore its effect on performance. The findings generally suggest that tenure is associated with better resident outcomes, such as percent of residents in pain or unmet standards of care, and lower odds of having severe deficiencies (Anderson et al. 2003; Decker & Castle 2011; Keays et al. 2009; Lerner et al. 2014) . Research on the relationship between job tenure and management strategy is limited. Castle and Banaszak-Holl (1997) provide empirical evidence suggesting that a nursing homes' top management team's combined tenure is positively related to innovation (computerization) adoption; however, two top managers with more dissimilar job tenures are also more likely to innovate. While we found no studies of tenure and other management strategies, in the broader healthcare context, 10 Most U.S. nursing homes are for-profit (65%), while some are nonprofit (28%) and governmental (7%) . Theories of nursing home markets suggest key differences across ownership mostly due to significant informational symmetries between providers, clients, and third-party payers (Davis 1993; Scanlon 1980) . 11 In addition to the studies of job tenure and performance, reviewed above, some researchers also explore factors contributing to the length of employment. Singh and Schwab (1998) examine the effects of job environment related factors on length of employment. In another paper they suggest job history and performance outcomes are associated with administrator job tenure (Singh & Schwab, 2000) . 12 There are also some papers exploring other temporal aspects of employment, such as administrator turnover. Numerous studies have been conducted to examine the effects of administrator turnover on organizational performance, staff turnover, and job satisfaction (Castle 2001; Castle 2005; Castle 2007 ). the tenure of hospital administrators has been found to be positively associated with higher levels of networkedness (Pfeffer & Salancik 1977) . However, investigating the effect of health administrators' job tenure and domain consensus in inter-organizational Health Systems Agencies, 13 Burns (1982) finds that more experienced administrators are more skeptical about such external inter-organizational arrangements. 14 No research, however, explores how job tenure influences the relationship between management and performance. To address this gap in the literature, this study proposes the following hypotheses: H1: Shorter job tenure will enhance the effect of managerial innovation on organizational outcomes.
H2: Longer job tenure will enhance the effect of external management strategies on organizational outcomes.
H3: Longer job tenure will enhance the effect of managerial power-sharing strategies on organizational outcomes.
Methods Data
To test our hypotheses empirically, we employ three data sources: the federal Nursing Home 
Dependent variables: nursing home quality
We employ two measures of nursing home quality: the total number of health deficiencies and Another indicator of the nursing home service quality is the overall five-star rating. Since 2008, the CMS began calculating and making public the overall facility rating, with higher ratings reflecting higher quality care. The formula used to calculate the ratings incorporates (1) the health inspection results (accounting for health deficiencies in the three recent years with more weight assigned to the more recent inspections); (2) staffing per resident per day, adjusted for the severity of residents' care needs; and (3) measures of quality drawn from the patients' clinical data.
Key independent variables: management strategies and job tenure
The main independent variables in this study are nursing home administrators' management strategies and their job tenure. We use information on three management strategies (innovative management, participatory management, and external management) from the NHA survey.
Nursing home administrators were asked to answer a set of questions about their management strategies using a 4-point scale, from strongly disagree (coded as 1), to strongly agree (coded as 4). First, to measure innovative management, we used three questions that ask about the nursing home administrators' propensity to look for and adopt new ideas, technologies, and practices.
The three items all loaded on a single factor between 0.86 to 0.90 with a Cronbach's alpha of 0.81 (see appendix Table 2 for the questions and individual factor loadings). Second, participatory management reflects managers' propensity to encourage other stakeholders to participate in decision-making. Three survey items loaded on a single factor with coefficients between 0.77 and 0.84 with a Cronbach's alpha of 0.74. Third, managing external influences capture an administrator's understanding and strategies on external influences. Four questions correlated with a single factor between 0.59 and 0.81 with a Cronbach's alpha of 0.59. In this paper, we use the average of survey items for each measure as a proxy for each concept.
We measure job tenure as the number of years that a nursing home administrator has worked in her/his current position (source: NHA Survey). 15 In our sample, the average job tenure of nursing home administrators is 7.16 years with a standard deviation of 7.41.
Control variables
We control for several organizational factors: organizational ownership, the number of certified beds, the number of residents, a total of nursing hours per resident per day, percent of residents on Medicaid, hospital affiliation, the change of ownership during past 12 months, the status of chain affiliation, and the years since initial certification. 16 Ownership indicates whether a nursing home is public, nonprofit, or for-profit. Using for-profit nursing homes as the base category, we include dummies for nonprofit and public nursing homes. Second, chain affiliation is also a dummy variable indicating whether a nursing home is affiliated with a Continuing Care 15 We also test the effects of the total number of years as a nursing home administrator instead of job tenure in the current position (models not shown). Yet, we find neither a linear nor nonlinear relationship with the quality of care. In fact, the correlation coefficients between years of experience in the current position and the total number of years as a nursing home administrator are 0.44, which suggests a short tenure. This suggests that experience in the current position is a more valid measure than administrator experiences throughout the career since it captures experience within a specific context (internal and external, with a given set of community partners, navigating staffing dilemmas and needs of their current nursing home, and knowledge of the local labor market conditions, etc.). 16 Our control variables, except for the chain affiliation, are in 2011 since the nursing home inspection cycle is mostly every 9 to 15 months and it overlaps with the NHA survey period (for more details see Amirkhanyan, Meier, and O'Toole 2017, pp. 386-387) . The chain affiliation measure is in 2013 since it is not available in 2011 and less likely to change from year to year. Our results hold with using all control variables in 2013 or excluding the chain affiliation indicator. since the initial certification of the nursing home is a proxy for the age of the facility.
In addition, we also include controls for environmental factors: population density (county population per square mile), the percent of (65+) elderly, the percent of persons in the county below the poverty line, and market competition. Market competition is measured by the Herfindahl index of market competition which ranges between 0 and 1 and is calculated using the sum of squared market shares (number of beds) for Medicare or Medicaid certified nursing homes in a county (Source: NHC). Table 1 includes summary statistics of all variables.
Analytical approach
Given the different data-generating processes of our two dependent variables (nursing home quality measures), we use two different modelling strategies. For health deficiencies, we use negative binomial regression models due to the presence of overdispersion in the "count" nature of this measure. For overall five-star ratings, we use generalized ordered logit models. 17 To account for unobserved characteristics across states, we add state fixed effects to each model. Tables 3 to 4, we test all models in Tables 2 to 3 including total number of health deficiencies in 2011. With or without this measure of previous total health violations, our key findings are consistent across models.
Lastly, in Appendix

Findings
Tables 2 and 3 present results on the effects of job tenure and management strategies as well as their interaction effect on nursing home service quality. Each In Table 2 , the dependent variable is total number of health deficiencies. All models in Table 2 suggest that innovative management is positively related to the service quality.
Consistent with the past research (Amirkhanyan et al. 2018 ), innovation-focused management is associated with fewer health violations in a nursing home. Model 1 in Table 2 suggests that managerial tenure is negatively related to the total number of health deficiencies ( =-0.012; p<.01). As managers gain more experience in their positions, their facilities are likely to have fewer violations. Model 2 tests the nonlinear relationship between job tenure and the quality of nursing home care. In this model, both linear and squared term of job tenure are not statistically significant at the conventional significance levels. To ensure the relationship is linear, we further examine a potential polynomial relationship between the two, adding a cubic term of job tenure to Model 2. 19 Though the linear term in Model 1 in Appendix Table 5 is statistically significant, it becomes statistically insignificant once past performance is controlled in Model 2; squared, and cubic terms of job tenure in both models are also not statistically significant. Thus, we conclude that the relationship between job tenure and the total number of health deficiencies is likely to be linear.
Models 3 to 5 test an interaction effect of job tenure and management on nursing home violations. We find that when managers have a very short tenure and encourage employees to participate in executive decisions, violations are more likely to occur. As managers gain more experience, however, this negative relationship can be moderated.
[Insert Figure 1 about here] Figure 1 is a graphic illustration of Model 3 in Table 2 generated through simulating parameters 1,000 times using Clarify (see King, Tomz, & Wittenberg 2000) . We calculate expected values in a hypothetical public organization where its nursing home administrator has 19 To ensure the relationship between job tenure and total number of health deficiencies is a linear function, we conduct post-hoc analyses. In doing so, we first split our sample by years of job tenure, run about thirty regression models, and find no consistent results. Since our sample for each regression model was small, as a next step, we employ regression models splitting our sample in quantiles of job tenure. The first regression model (the first quantile of job tenure) shows no statistically significant relationship. The second, third, and fourth models, however, suggest job tenure has a negative, positive, and negative impact on total number of health deficiencies, respectively. The set of analyses suggests a potential polynomial relationship between job tenure and performance. We also conduct the analyses using overall 5-star rating as the dependent variable and find the same results. The results of post-hoc analyses are available upon request from the corresponding author. not changed during the past 12 months, holding all other variables at their mean values. In Figure   1 , the (dashed) line indicates the predictive margins of one standard deviation (below) above the mean value of participatory management. Figure 1 suggests that when managers involve stakeholders less in decision making, even if they gain more experience, the number of violations will not decrease substantially. However, when a manager involves stakeholders more in the decision-making, as she/he gains more experience, the total count of deficiencies will decrease from 4.47 to 1.85. Thus, a new administrator does not seem to benefit from participatory decision-making at the beginning of their career, potentially, due to the fact that he or she does not yet do a good job of incorporating the demands of stakeholders into decision making. They may be too quick to take bad advice or not have the experience to resolve competing demands.
Whether these managers are ineffective early adopters of participatory style or they adopt it later in their careers, involving more stakeholders as the administrator gains expertise on the job seems to have a positive effect. In Models 4 and 5, the interactive hypotheses between innovation management and job tenure and between external management and job tenure are not significant. Table 3 investigates the relationship between job tenure, management strategies, and the overall five-star rating. Model 1 in that table suggests that participatory and innovation management are positively associated with the overall five-star rating. Adding the squared term of job tenure to examine its potential nonlinear relationship, Model 2 still shows both linear and squared terms of job tenure are not statistically significant. As our post-hoc analyses suggested (see footnote 19), we include a cubic term of job tenure in Model 2 to test a potential polynomial relationship. Model 3 in Appendix Table 5 shows a polynomial relationship between the two:
first positive ( =0.150; p<.05), second negative ( =-0.010; p<.05), and third positive ( =0.0001; p<.010). The relationship holds even after controlling for the past performance measure in Model 4 in Appendix Table 5 , suggesting a polynomial relationship between the two, first positive, second negative, and then positive.
As job tenure has a different relationship with our service quality measures shown in Tables 2 and 3, the relationship between management strategies and overall five-star rating also depicts different dynamics compared to the results in Table 2 . Participatory and innovative management strategies do not seem to have an interactive effect with job tenure in Models 3 and 4. Model 5, however, suggests that the effect of external management is conditioned on job tenure though the direct term of external management is not significant.
[Insert Figure 2 about here] Figure 2 graphically presents Model 5 from Table 2 . We calculate the predicted probabilities of each of the overall five-star rating categories through simulating parameters for 1,000 times. We set a nursing home organization as the one in the public sector, assuming no changes in the administrator position during the past 12 months, and holding all other values at their mean. Figure 2 suggests that when a manager is less active in external management (one SD below the mean), even if the job tenure increases, predicted probabilities rarely change. In fact, the probabilities of receiving lower evaluations (from 1 to 3 stars) slightly increase with less external management. For an externally active manager (one SD above the mean), if she/he has no experience in the organization, the manager is less likely to perform better compared to the less externally active one. The gap, however, disappears quickly. As the job tenure increases, for managers with better external management skills, the predicted probabilities for receiving the highest rating substantially increases from 0.52 to 0.74, while predicted probabilities of receiving other ratings (from 1 to 4 stars) decrease. 
Discussion
This study explores the relationship between organizational performance, job tenure, and management strategies using data collected from a recent survey of nursing home administrators combined with the CMS performance assessment data. Our paper focuses on two distinct measures of nursing home quality: health deficiencies and star ratings. Each captures a different set of performance aspects, and hence, it is not surprising that management strategies interact differently with job tenure while influencing these two measures of performance.
For the first measurethe total number of health deficiencieslonger tenure results in fewer health deficiencies. These findings align with the existing literature that suggests a positive relationship between experience and performance. The findings suggest that more prolonged tenure as a nursing home administratorentailing a more in-depth understanding of all the various components of care quality and relevant internal management strategies, as well as the nature of the regulatory mandates -generates 'professional wisdom' that better prepares managers to minimize the number of regulatory violations.
Importantly, we find that the interaction effect of tenure and participatory style of management significantly decreases the number of deficiencies. This improvement offers a more nuanced explanation of the linkage between management, tenure, and performance. The government holds nursing homes accountable using a plethora of regulations: a complex system of over 180 regulatory standards that span a wide variety of technical areas (i.e. resident rights, clinical nursing, administration, dental, dietary, pharmacy services, etc.). The deficiencies identified by regulators pertain to a single inspection cycle and are not adjusted for the clinical case mix. State inspectors observe and record the majority of these deficiencies (as opposed to self-reporting by home administrators) thus imparting more integrity and independence into these third-party assessments. In order to comply with the vast number of regulatory requirements successfully, our findings suggest that nursing home administrators can't "do it alone" and must rely on internal allies (staff) as well as patient/family groups in decisionmaking. They need a strong team of professionals in a variety of areas who can ensure that service delivery meets the regulatory requirements. Building such a team and learning how to best delegate to its members may require time.
How this experience gained from tenure is used to build teams is interesting and worthy of consideration. The longer the administrator's tenure within an organization, the higher the likelihood of personally hiring, developing a sense of expertise, and a trusting relationship with key leaders such as the Director of Nursing, the Medical Director, and other middle managers. In cultivating these relationships and providing mentorship (leveraging their own longer-term experience), administrators have an opportunity to groom advocates who will champion regulatory compliance across a range of areas: from nursing care to residents' rights and administration. This trust-based relationship typically comes with a delegation of power to the middle managers' who possess subject-area expertise, which seems to have a positive effect on performance. The delegation of power is likely to have a stronger impact when managers have developed trust and shared goals with their team. Managers typically develop this type of advanced leadership through learning matched with experience, two processes that take time.
New managers are less likely to know the right person to delegate to and are more likely to have to work with those hired by previous administrators. Experienced managers are better able to capitalize on power sharing within the organization than new managers are when navigating the very complex and diverse sets of performance outcomes and assessment tools that make up nursing home's compliance with a complex regulatory system.
The impact of tenure on the second measure of nursing home qualitythe overall fivestar ratingis similar to that of health deficiencies. The implication is that administrator effectiveness continues to increase with tenure, without a later-period fall off. This long-term improvement appears to benefit organizational performance with no stages of decline throughout the administrators' career. The relationship between tenure and the overall five-star rating is more complex. Our findings suggest that as tenure increases, the rating will initially improve. After a certain point, the relationship between tenure and the training becomes negative (see Model 4 in Appendix Table 5 ); retaining a nursing home administrator can harm the rating. The mixed results on the relationship between tenure and nursing home service quality measures call for future research. We suggest future scholars to investigate the inverted-U shaped and polynomial relationships, even if they do not directly posit the relationship, so that we can accumulate scientific knowledge.
Overall, we find that experience enhances the use of traditional management strategies such as participatory management and external management, and that seasoned administrators provide benefits and elevate a nursing home's performance. Interestingly, tenure may also assist in the development of relationships with state regulators and provide similar benefits. If the 20 As of July 1st, 2016, CMS requires nursing homes to upload their staffing data directly from their payroll records to CMS, allowing for verification of staffing ratios by CMS staff (CMS 2017).
nursing home administrator and the state inspector and his/her team are both experienced, the learning curve of inspections and regulatory compliance is theoretically steeper. It is even possible that the two teams have an established professional relationship from previous inspections, further contributing to the development of a positive working relationship. This professional relationship may also include a significant element of trust earned through the nursing home's successful mitigation of past deficiencies identified by the inspector. Having said that, while such long-term trusting relationships can facilitate some aspects of the regulatory process, they also have the potential to compromise the validity of the state inspection process and the relevant ratings, and thus, require further investigation (for more on this, see Amirkhanyan, Meier and O'Toole, 2017 and the literature cited therein).
We note several limitations of this study. First, while similar to the population of U.S.
nursing homes in terms of their key features, sampled facilities have somewhat higher service quality (not fully attributable to the oversampling of government nursing homes, which typically perform better than for-profit homes). Also, average job tenure in our sample is also higher than that in several past studies (Castle & Decker 2011; Singh & Schwab 2000; Murphy & Fridkin 2004) . Stronger performance and longer tenure may be associated with higher managerial expertise and effectiveness than that in the general population. More effective managers may be more likely to learn from their experience and apply their knowledge to their decisions while working on improving performance.
Additionally, while the longer time-frame of administrators' tenure in our study and the use of lagged independent variable can help address the possibility of reverse causality (e.g., the possibility that substandard performance might prompt the administrators' departure), more research involving longitudinal analysis that follows individuals over a longer time-span may be useful to fully investigate the relationship between job tenure, management strategy and organizational performance. Additionally, the external generalizability of our conclusions is limited by the unique nature of nursing home administrators' fairly short tenure compared to other fields (Castle and Decker 2011; Lerner et al. 2014; Murphy & Frinkin 2004; Singh and Schwab 2000) .
Finally, while our study examines the effect of administrative strategies and tenure on nursing home service quality, there are other important aspects of organizational performance, such as financial performance, access to care, and others. Prior research suggests that different aspects of performance and assessments of performance by different stakeholders may be determined by a different set of organizational and environmental factors (Amirkhanyan, Kim, & Lambright 2014) . Thus, extending this study to a broader range of organizational outcomes may be an important step in understanding the relationship between managerial tenure, management and performance.
Conclusion
This study has several implications for public management scholars and practitioners. First, the results show that tenure enhances managerial influence, albeit over time as the term suggests.
The concept that tenure improves performance might prove useful for the county and state The unique contribution of this study is that job tenure can in fact augment the effect of managerial strategies on organizational performance. The positive link between some managerial strategies and organizational performance can be strengthened by longer tenure. Yet, for managers with shorter tenures it may be advisable to focus on core functions and learning on the job. To those interested in the impact of management on performance, our study reinforces the importance of organizational/individual context in which various management strategies are implemented. Participatory management and networked governance are concepts taught widely across public administration programs. Our study suggests the importance of recognizing that the effect of these strategies is highly dependent on who implements them and how performance is evaluated.
Third, the findings from this study offer policy implications. Each state sets the requirements for licensing nursing home administrators in their state. Most states require nursing home administrator applicants to work as a trainee before being board certified. For example, Pennsylvania requires participation in at least 1,000 hours of an 'administrator-in-training'
program, under the "…supervision of a full-time nursing home administrator licensed in this Commonwealth or in another state whose licensing standards are equal to those of the Commonwealth" prior to sitting for their state and federal licensing boards (Pennsylvania 2010) .
Determining and adjusting the optimal length of the 'administrator-in-training' program might help address some of these ramifications of shorter job tenure on performance especially in the areas characterized by a shortage of experienced nursing home administrators. While some nursing homes do offer paid 'administrator-in-training' programs, increasing the number of these programs so that they become the norm in the path to productive performance may best serve the nursing homes. More importantly, though, is growing the experience of future administrators so that they may improve the life of the clients under their care.
Lastly, in keeping with Juenke (2005) , which illustrates the relationship between job tenure, managerial networking, and organizational performance, our study highlights the importance of job tenure in practicing managerial strategies and more importantly, its impact on service quality. Since managers and employees learn from their experience across all organizations, our findings should apply to other types of organizations regardless of sector. The findings of this study may be especially relevant in the field of health and human services where tangible performance outcomes may be harder to define and quantify. To strengthen the generalizability of this study, we encourage future scholars to examine these relationships in different contexts (e.g. both different countries and policy settings). 
